Many studies have demonstrated the impact of interviewers' characteristics on applicants' reactions in terms of their impressions of the organization and their intentions to accept the job offer. However, previous research has generally neglected the effect of interviewers' characteristics on applicants after they join the firm. The present study, which involved a sample of 200 employees from different industries, showed that interviewers' characteristics significantly affect applicants' job satisfaction, motivation, and performance after they were hired in the firm. However, the results did not show support for the proposed effect of interviewers' characteristics on organizational commitment. Discussions and conclusions are presented.
INTRODUCTION
The recruitment interview continues to be the primary method by which organizations evaluate potential applicants (Posthuma et al., 2002) . As a selection tool, the employment interview plays a major role in identifying productive employees and is considered of vital importance for survival today in light of increasing competition and uncertain environments (Michaels et al., 2001; Smart, 1999) . It follows that the firm's interviewer who interviews the job candidates who apply to the firm is at the center of this activity. He or she has a major task to convince and attract candidates to work at the firm. The interviewing approach followed by the recruiter is considered of recruitment. In sum, the papers reviewed herein demonstrate the importance of recruiters' characteristics in applicants' attitudes and behaviors exemplified in the impressions they form toward the firm and in their intentions to accept the job offers.
One explanation for the identified results lies in the signaling theory (Spence, 1973) . Due to the limited information that applicants have about the job and the firm (Rynes et al., 1991) , applicants might interpret interviewer behavior as signals and cues regarding the organization itself (Rynes & Miller, 1983) . Having said this, applicants who view their recruiters as friendly tend to develop favorable attitudes toward the firm and form positive reactions (Turban & Dougherty, 1992) . Furthermore, the idea that recruiter characteristics have an impact on attitudes and behavior is supported by social exchange theory (Blau, 1964) , which suggests that employees who perceive supportive organizational actions toward them will reciprocate back with positive attitudes and behavior (Shore & Wayne, 1993; Hannah & Iverson, 2004) . In this context, job applicants who receive favorable treatment from recruiters will give back to the organization with positive attitudes and actions toward the organization. Although there is considerable research that demonstrates the influence of the recruitment process on applicants' reactions during the application process (e.g., Taylor & Bergmann, 1987) , research has neglected investigating applicants' attitudes and behavior after they join the firm. Evidence shows that recruiters' characteristics do affect applicants' reactions in the pre-employment stages, as reflected by their impressions and job acceptance, but there is much less knowledge about post-hiring reactions. There have been calls for research in the literature to examine the perceptions and behaviors of the hired persons on job satisfaction, commitment, and performance (Hausknecht et al., 2004) . For example, perceptions of the selection process and fairness were expected to have an impact on the work behavior of the hired person (Gilliland, 1993) . However, with few exceptions (Gilliland, 1994; Robertson, et al., 1991) , Gilliland's (1993) proposition remains largely untested (Hausknecht et al., 2004) , which reflects the lack of research in this area (Imus & Ryan, 2005) . This is also in line with Hausknecht et al. (2004, p. 668) , who argued that "one important research need in moving forward in the applicant reactions literature forward is to systematically evaluate these post hire attitudinal and behavioral outcomes." The present study aims to advance the knowledge in this area of post-hire reactions in general and the effects of applicant perceptions of recruiters in particular by examining the relationship between recruiters' characteristics and the hired individuals' attitudes and performance. To the researchers' knowledge, no previous study has examined the effects of recruiters' characteristics on hired persons' attitudes and behaviors. This study examines the impact of recruiters' characteristics pertaining to the elements of empathy, manners, aggressiveness, knowledge, and competence on the hired individuals' attitudes and behaviors (Schmitt & Coyle, 1976 ). In the current study, attitudes and behavior represent job satisfaction, motivation, commitment, and performance.
Based on the signaling (Spence, 1973) and social exchange theories (Blau, 1964) , the researchers hypothesized that positive recruiter attitudes have an impact on job satisfaction, motivation, commitment, and performance. Hired applicants who receive favorable treatment on the part of the recruiters will send positive signals to the hired applicant, who will form and give back with positive actions and attitudes toward the firm (e.g., Carless & Imber, 2007; Rynes & Miller, 1983) . In what follows, a review of job satisfaction, commitment, motivation, and performance will be presented.
Job Satisfaction
Job satisfaction is one of the most studied variables in organizational psychology and organizational behavior. An estimated more than 5,000 articles were written on the subject between 1957 and 1992 (Cranny et al., 1992) . Job satisfaction is defined as "a pleasurable or positive emotional state resulting from the appraisal of one's job or job experience" (Locke, 1976 (Locke, , p. 1300 . The evaluation of this experience and the consequent emotional state are primarily the result of several job dimensions, including the work itself, pay, supervision, work group, and promotion (Smith et al., 1969) . However, the work itself, among several other job features, has long been regarded as the main motivator in the workplace (Saari & Judge, 2004) . Five major models help explain how job satisfaction is determined: need fulfillment, discrepancies, value attainment, equity, and disposition (see Brief, 1998 , for a review).
A major reason for the strong interest in job satisfaction lies in the outcomes that it promises to deliver to the organization. Job satisfaction has been associated with organizational citizenship behavior, which consists of employee behaviors beyond the formal requirement of a job (Organ & Ryan, 1995; Warr, 2002) , absenteeism (Steel & Rentsch, 1995) , turnover (Amah, 2009; Tett & Meyer, 1993) , motivation (Kinicki et al., 2000) , organizational commitment (Van Dam, 2005; Williams & Hazer, 1986) , physical health (Judge & Hulin, 1993) , and performance (Judge et al., 2001) .
Organizational Commitment
Organizational commitment is generally defined as a strong desire to remain and serve the organization. As defined by Porter et al. (1974, p. 603) , organizational commitment refers to "[an] individual's belief in and acceptance of the goals and values of the organization, and a strong desire to remain in an organization." Many Contemporary Management Research 446 studies have examined the construct of organizational commitment over the past decades, including the antecedent and outcomes of commitment.
Research has shown that organizational commitment attitude has been related to several personal and organizational antecedents, such as age, length of service in the organization, education, job design, and supervision style (Gregersen & Black, 1992; Luthans et al., 1987; Randall, 1993) . For instance, studies have found that commitment increases with age (Hrebiniak & Alutto, 1972) . In addition, recent research has shown that modern human resource practices are an important predictor of commitment in the workplace (Agarwala, 2003; Hiltrop, 1996) .
Importantly, employee commitment has been viewed as a vital area of study in light of the desirable effects it has on overall organizational effectiveness. Organizational commitment has been associated with several important outcomes, including lower turnover, job absenteeism, and higher job satisfaction, performance, and motivation (Cooper-Hakim & Viswesvaran, 2005; De Cotiis & Summers, 1987; Mathieu & Zajac, 1990; Meyer & Allen, 1997; Mowday et al., 1979; Somers, 1995) . Employee absence-considered to be one of the biggest organizational problems, costing businesses billions of dollars each year (Gaudine & Saks, 2001 )-was shown to be highly related to the level of employee commitment in a recent study (Hausknecht et al., 2008) .
Motivation
Motivation plays a crucial role in the success of the firm. Motivation refers to "those psychological processes that cause arousal, direction, and persistence of voluntary actions that are goal directed" (Mitchell, 1982, p. 81) . Most academics agree that motivation is about energizing employees' efforts and behavior (Pinder, 1998) . Corporate leaders have long pondered the idea of what motivates employees in exerting higher levels of effort. Several theoretical approaches have been put forward over the past decades to explain motivation, including need, reinforcement, cognitions, job characteristics, and lately emotions/feelings (see Kreitner & Kinicki, 2001) . In the literature, motivation is generally divided into two broad types: intrinsic and extrinsic. Intrinsic motivation involves doing something because it is inherently interesting and enjoyable to do (Ryan & Deci, 2000) . Examples include perceptions of the job as important and worthwhile. On the other hand, extrinsic motivation refers to doing something for the outcome itself. Examples might include pay and promotion. Studies have shown that employee motivation has a positive effect on performance (Abdulsalam & Mawoli, 2012; Brownell & McInnes, 1986) .
Job Performance
Job performance is perhaps one of the most critical factors necessary for a firm's growth and survival. According to Schermerhorn, Hunt, and Osborn (2005) , job performance refers to the quantity and quality of outcomes from individual or group effort attainment. From this perspective, job performance is generally considered as the efforts exerted to achieve the desired level of outcomes that can contribute to the goals of the firm. Achieving a suitable quantity and quality of outcomes on the part of individual or group involves exerting effort and possessing abilities (e.g., McDuffie, 1995) . Given the importance of job performance to organizations, numerous studies in the management literature have attempted to study the effects of certain variables on job performance. Traditional performance measures conceptualize performance as a single overall measure (Cascio, 1990) ; however, other academics hold that job performance is a multi-dimensional construct (Bennett, Lance, & Woehr, 2006; Campbell et al., 1993) . The latter view argues that a single measure might not capture all the components of performance measures; thus, a multi-dimensional construct of job performance is preferred. In this paper, job performance is assessed according to dimensions relating to quantity and quality (Dubinsky & Mattson, 1979) .
Based on the review thus far, the following hypotheses were developed: Hypothesis 1: Recruiter characteristics have a significant effect on job satisfaction. Hypothesis 2: Recruiter characteristics have a significant effect on commitment. Hypothesis 3: Recruiter characteristics have a significant effect on motivation. Hypothesis 4: Recruiter characteristics have a significant effect on job performance.
METHODOLOGY
The goal of this study is to determine the relationship between interviewers' characteristics and the employees' attitudes and performance during their early year(s) of work. Data were collected through a questionnaire distributed to Lebanese employees at small, medium, and large organizations.
The questionnaire comprises three main parts that contain 51 questions in total. The first part describes the demographic characteristics, including gender, age, educational level, total work experience, years of experience in current organization, sector, and position. The second part is related to the four dependent variables: job satisfaction, commitment, motivation, and job performance questions. The questions assess applicants' attitudes and performance in their first year after joining the firm. The third part of the questionnaire involves the independent variable related to the recruiters' characteristics.
Job Satisfaction
Employee satisfaction at work was measured using eight items drawn from Brayfield and Rothe (1951) , including "I feel real enjoyment in my work" and "I feel fairly satisfied with my job." Items were rated on a five-point scale comprised of 1 (strongly agree) and 5 (strongly disagree). The measure is considered reliable and has been frequently used in recent studies involving job satisfaction (Dimotakis et al., 2011; El-Kot & Burke, 2011; Ilies et al., 2006; Mount et al., 2006) . The coefficient alpha was 0.9.
Job Motivation
Seven items drawn from Hackman and Oldham (1975) were used to measure applicants' motivation. Sample items include "the work I do is interesting" and "I have a coach who keeps me motivated." Similar items have been used in recent job motivation research. All items were scored on a five-point scale ranging from 1 (strongly agree) to 5 (strongly disagree). The coefficient alpha was 0.71.
Organizational Commitment
Organizational commitment was assessed using eight items (Cook & Wall, 1980) . Examples include "I am quite proud to be able to tell people who it is I work for" and "the offer of a bit more money with another employer would not seriously make me think of changing my job." Items were rated on a five-point scale from 1 (strongly agree) to 5 (strongly disagree). The coefficient alpha was 0.55.
Job Performance
Job performance was measured using a recently modified version (Singh et al., 1996) of a self-rating scale originally developed by Pruden and Reese (1972) . Seven items were used to assess job performance in terms of quality and quantity of work (e.g., Dubinsky & Mattson, 1979) , including "how do you rate yourself in terms of the quantity of work you accomplish" and "how do you rate yourself in terms of the quality of your relations with your clients." All items were rated on a five-point scale ranging from 1 (strongly agree) to 5 (strongly disagree). The coefficient alpha was 0.73
Recruiters' Characteristics
The independent variable-that is, recruiters' characteristics-was measured using 20 items adopted from Schmitt and Coyle (1976) involving five major dimensions: empathy (four items; sample items are "the interviewer has a warm personality" and "the interview was cooperative"), manner (four items; sample items are "the interviewer interrupted you" and "the interviewer was irritable"), aggressive (four items; sample items are "the interviewer was aggressive" and "the interviewer was stubborn"), correctness (four items; sample items are "the interviewer was capable of answering questions" and "the interviewer had broad knowledge"), and job information (four items; sample items are "the interviewer informed me that high salary is a possibility" and "the interviewer gave information about supervision"). All items were scored on a five-point scale ranging from 1 (strongly agree) to 5 (strongly disagree). The scale has good reliability (see, for example, Schmitt & Coyle, 1976) and has been used in recent research on recruiters' characteristics (Carless & Imber, 2007) . In this study, the five dimensions on the scale each had a coefficient alpha ranging from 0.77 to 0.9.
RESULTS

Demographic Information
Respondents were almost equally distributed by gender (47% male, 53% female). Furthermore, 47% of the respondents were between 20 and 30 years old while 32% were between 31 and 40. Regarding their education, 48% had earned a bachelor's degree 47% had earned a master's degree. In addition, 72% of the respondents came from the public sector. With respect to their experience, 60% of the participants had between 16 and 25 years of experience. Most of the surveyed individuals held administrative positions (55%).
Quantitative Analysis
The authors tested the relationship between recruiters' characteristics and the hired employees' attitudes and performance during their initial years of work. In particular, the authors attempted to examine the effect of the interviewer's job information, aggressive dimension, manner, and empathy dimension on employees' job satisfaction, motivation, commitment, and job performance after joining the firm. A regression analysis was performed to test the following hypotheses: H1: Interviewer characteristics factors have a significant effect on job satisfaction
The following relationship was discovered: Job satisfaction = 1.309 + 0.125*empathic dimension + 0.216*correctness+0.121* job_info At the 5% level of significance, the regression analysis showed that the dimensions related to correctness, empathy, and job information demonstrate a significant positive effect on job satisfaction. On the other hand, both the aggressive and manner dimensions had no significant effect on the dependent variable. Based on the results, correctness made the strongest unique contribution to the dependent variable (beta = .356). Results of the regression analysis provided support for Hypothesis 1. Beta coefficients for the five dimensions were correctness, beta = .356, t = 4.583, p < .001; empathy, beta = 243, t = 3.713, p < .001; job information, beta = .173, t = 2.256, p = .025; aggressive, beta = .040, t = 699, p = .485, n.s.; and manner, beta = 0, t = -.006, p = .995, n.s. At the 5% level of significance, the regression analysis demonstrated that the dimensions related to correctness, empathy, and manners had a significant effect on job motivation, while the job information and aggressive dimensions of the interviewer had no effect on the dependent variable. The findings showed support for Hypothesis 2. Beta coefficients for the five dimensions were correctness, beta = .358, t = 4.606, p < .001; empathy, beta = .280, t = 4.278, p < .001; manner, beta = -.153, t = -2.492, p = .014; aggressive, beta = .099, t = 1.718, p = .087, n.s.; and job information, beta = .032, t = .414, p = .679, n.s.
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H3: Interviewer characteristics factors have a significant effect on employee commitment
As shown below at 5% level of significance, none of the recruiter's dimensions had an effect on employee commitment, rendering H3 to be rejected. At the 5% level of significance, the regression results indicated that several of the recruiters' dimensions have a significant positive effect on job performance. In particular, the empathy dimension and correctness demonstrated a positive relationship with performance, while the manner and aggressive dimensions of the interviewer confirmed a negative relationship with job performance. Job information had no effect on job performance. The empathy dimension made the strongest unique contribution to job performance. Overall, the findings supported Hypothesis 4. Beta coefficients for the five dimensions were empathy, beta = .379, t = 6.511, p < .001; correctness, beta = .286, t = 4.140, p < .001; aggressive, beta = -.141, t = -2.735, p = .007; manner, beta = -.164, t = -3.003, p = .003; and job information, beta = .114, t = 1.669, p = .097 n.s. 
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DISCUSSION AND CONCLUSION
The results of this study confirm the importance of recruiters' characteristics and their relationship with important organizational outcomes. Previous research has established that the recruiter plays an important role in applicants' overall impressions of the firm and intentions to accept the job offer (Harris & Fink, 1987) . The current research extended this area of study to applicants' reactions after they join the firm. The results provided direct support to Hypotheses 1, 2, and 4, but failed to support Hypothesis 3. In other words, recruiter characteristics have a significant effect on job satisfaction, motivation, and job performance respectively, but no effect on commitment.
Regarding Hypothesis 1, compared to other characteristics, correctness (competence of the interviewer) had the strongest effect on job satisfaction. Based on the results, applicants who view their recruiters as personally competent tend to be satisfied when they join the firm. Based on the signaling theory, perceptions of competent recruiters might spill over to perceptions of the organization itself as a competent organization. Working for a competent organization might increase employees' self-esteem, which could lead to job satisfaction at the workplace (e.g., Alavi & Askaripur, 2003; Nurullah, 2010) . Moreover, recruiters' empathy or demonstration of a personal understanding of the applicant during the interview also seemed to play a role, albeit to a lower extent than recruiters' competence. The findings indicated that applicants like recruiters who can empathize with them (Schmitt & Coyle, 1976) and might therefore contribute to their overall job satisfaction when they are hired. Empathy seems to be an important predictor of positive employee attitudes (Scott et al., 2010) . Finally, job information was also found to be related to job satisfaction. It could be said that interviewers who provide ample information to job applicants can reduce anxiety associated with the lack of information and thereby increase satisfaction when job applicants start working in the firm.
With respect to Hypothesis 2, it was also interesting to determine that recruiter correctness made the largest contribution to motivation, again followed by empathy.
The results indicate that employees felt highly motivated after joining the firm when they believed that they were interviewed by a competent and an understanding recruiter. Working for a competent employer might increase their self-confidence and -esteem, which could result in higher motivation. Moreover, based on the social exchange theory (Blau, 1964) , employees who perceived that the recruiter understood and was supportive of their feelings and emotions reciprocated with higher levels of motivation in the workplace (e.g., Eisenberger et al., 1990; Rhoades & Eisenberger, 2002) . On the other hand, when recruiters displayed negative manners during the interview, it had a negative impact on motivation. Recruiters who were unprofessional when conducting the interview, such as engaging in repeated interruptions, served to decrease employees' motivation when they started work.
With respect to commitment, contrary to expectations, recruiters' characteristics seemed to be unconnected with organizational commitment. None of the recruiters' characteristics were significant. One reason for this might be that organizational commitment is more of a long-term investment. In general, tenure tends to be positively correlated with organizational commitment (Allen & Meyer, 1993; Angle & Perry, 1981; Mathieu & Zajac, 1990) . The longer workers remain in the organization, the more they might become attached to their organization (Meyer & Allen, 1984; Mowday et al., 1982) . In this study, the authors measured commitment in the first year, which might explain the lack of statistical significance. Future research can investigate the outcomes of recruiters' characteristics on organizational commitment in subsequent years.
Finally, the results suggest that recruiters' characteristics tend to be an important factor for employees' job performance (e.g., Gilliland, 1993) . In particular, among several recruiter characteristics, empathy seemed to have the biggest effect on job performance. In other words, recruiters who had a pleasant personality motivated employees to perform better in terms of quality and quantity at the workplace. Based on the signaling theory and social exchange theory, perceiving the organization as friendly and supportive stimulated employees in reciprocating with better performance at the workplace. In addition, recruiters' correctness also had an impact on job performance. However, recruiters who were viewed as having aggressive and irritating manners during the interview had a negative effect on performance. It seems that workers are negatively affected by such recruiters and might actually translate these perceptions into lower performance on the job according to the results attained here.
This study aims to increase our understanding of the relationship between the recruiter and employees' attitudes and behavior after joining the firm. It also makes a significant contribution to the body of knowledge related to the field. The study showed that recruiters have a significant impact on employees' attitudes and performance. Recruiters have a critical role to play in job satisfaction, motivation, and performance of newly hired people. Overall, the results demonstrate that employers interested in having a satisfied, motivated, and well-performing workforce are advised to hire recruiters who are competent, friendly, and able to furnish ample information about the job itself. The role of employee selection and training is critical in hiring and training recruiters according to the standards identified in this study.
According to the results attained here, firms are advised to select recruiters who possess personal competence while exhibiting a friendly attitude. Recruiters should be competent or well-experienced in the field as it seems from the study that competent recruiters who have broad knowledge in the industry have a desirable impact on applicants. Experienced individuals with broad knowledge and experience appear to be a key selection criterion when hiring recruiters.
The findings here also demonstrate the importance of selecting recruiters with a friendly personality. It is recommended that firms invest in selection tests, which can identify recruiters with a warm character who can empathize with applicants and show a high level of understanding. It appears that applicants value recruiters who are cooperative and understanding, and this subsequently affects their attitudes and performance after they join the firm, which is in line with the results of the study.
Moreover, according to the findings of the study, employers should thoroughly inform them about the different jobs in the company that enable them to develop a good understanding of all aspects of the jobs in the firm. This might include detailed information on salaries, benefits, job tasks and activities, supervision style, and available growth opportunities. The desired goal of training here is to develop recruiters who are able to provide applicants with complete detailed information about the elements of the job during the interview.
As all studies, there are several limitations that should be mentioned. The first limitation is related to the relatively small sample size. The researchers recommend using larger sample sizes, which can further boost confidence in the results attained. Moreover, the fact that most (72%) of the respondents came from the public sector could limit generalization to other sectors. Future studies that can ensure a balanced mix of both public and private sector are therefore necessary. Finally, performance measures in this study relied on self-report measures rather than objective measures. Although self-report measures are widely used in research and are considered valid (Wall et al., 2004) , future research can include objective measures when feasible to strengthen the findings of the study.
